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This document pre'sents the affirmative action plan 
developed by Black Hawk College to assure the development and 
maint^enance of educati^naj. j>rqgrams, services, and ;^»ploy«€iit . , 
practices that are sensitive t6 the needs of minorxtles, women, and 
the' physically handicapped. Part I .deals «i-tJi-emplay4iieiit,-6u^^^^ 

, specif icv^'plan ^or drapiovdng equal Opportunity in employment at Black 
Hawk College in terms of the duties of the board of trustees, the 
college president, the affirmative action officer, the advisory 
committee for. affirmative action,* the ombudsman, supervi^^ory 
personnel, faculty, •classified staff, and students. Guidelines for 
setting goals and timetables for * implementing, the plan are also 
presented, as are grievance procedures and a purchasing policy* Pa^rt 
II describes the staff orientation and training plan now being 
developed to make the college staff more, aware of the special needs 
of minorities, women, and the physically handicapped. Part III 
describes a developmental plan to examine and evaluate current 
educational programs and services to search for unconscious 

. prejudice, and to develop nev cu::ricula to help the community 
overcome prejudices. (NHH) ^ 
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INTRODUCTION 

Pioneering is hot.new to Blaci^ Hawk College. As 
the first area junior college district in the State of tl- 
. ImojSi^BlaartTB&wk^haR brokeri new 

educational ground and provided leadership to 
other colleges. Blaek Hawk»Co|ld^e proposes to 
5ntinue its'pioneering role by developing and irn- 
plem^ting^amrogran^^ itpprovement of equal 
oppprtunities^^ter-miBrnbers of rnincrrity grcftps, 
wonnen, and the pbysfcallyLjiandicapped. This 
program will insurethatmembersoflntnprit^roups 
gnd vybmeri .h^ve equal opportunities forprfT 
ment, adv|fncement ion the job, edu,cation ifnd 
receipt of.services, ancl will instill in the total College 
community, a sensitiv^ity to the interests, concerns 
and needs of ^members of nnlnority groups and ^ 
^WiMrrin§:^Tfttcrpated1hat^^ 



as a model to our comfnunlty, to other educational 
instittJtions.and to the fjatioh a5*a vyhole. 

The prograrri encompasses an exannination in. 
depth^cit h ^piicMs^pjract i ces^rv^ 
attheCollege.and provides for Affirmative Action fo^ 
. achieve equal opportunity. Ultimate responsibility 
for implernenting tNs program rests with the Board 
:of Trustee^. The College Prjesident as jihe executive „ 
officer of the Board of (Trustees has the ad- 
ministrative responsibility .a'^d authority to a$sure 
the achievement of the obje9tives of the prdgrann< 
The Aftirmative Action Officer serS^es as ^he 
representative of the College' President in the ad- 
ministration-, implementation, and enforcement of 
the program throughout the Cojleg^ district and in 
this capacity monitors airpersoi;)rrel actions of the 
College to insure that the intent of\the policy is being 
honored and the goals and objectives of the program 
are being met. This Officer reports directly to the 
President of the College. \ . 

\ ' 

This program re-asserts in writte^ form the in- 
stitutional commitnant to equal opportunity. The 
authority for an Affirmative Action program is deriv- 
ed from Higher ^Educatrbn Guidelines, Executive 
Order 11246, The Black Hawk Gollege^Afflrmatlvtf 
Action proQ/arfl is predicated upon the terminology 
and the content of the aforementioned guidelines 
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^POLICY ON EQUAL OPPORTUNITY 

^Black Hawk College is committed to provide equal 
opportunity through Jts employment practices, 
educational programs, and through the many* ser- 
vices it provides to thecofiiniunity.The College will 
make all persOnneUdecisipns without regard to race, 
color,teligion. sex, national origin or physically han- 
dicapped. The College will offer programs that will 
foster etJucational opportunity without regard to 
r|ice, color, religion, sex.'or nation^al origih.^The 
Sotlege wijl maintain a program of services design- 
ed to serve the community without regard to race, 
color, religion, sex. national origyi. or physically 
handicapped. 

Furthermore, the cSollege wil| under .dke an affir- 
mative program of action to expand equality of op-, 
"p o i lu i iity, T iTei3f09fam-wHM^e-designedjQ,en5Uf.e^ 
equality of opportunity in employment. The College 
will develop and maintain educational programs and 
services that are sensitive to the emerging needs of 
members of minority groups, wojnen, and, the 
phy^cally^ handicapped^And,fja^!lyJLheCoMeqev^^ 
inrnlto-pcograms that will increase, on the part of all 
personnel, a sensiti)/jty to the interests and'needsof 
those who have histoTically been discriminated 
against; ^""^^ 
Approved by the Board of Trustees -r July 24, 197$^ 



PART Or^E: EMPLOYMENT 

OBJECTIVES OF AFFIRMATIVE ACTION 
PLAN FOR EMPLOYMENT , 

C To provide a positive and dyn^lc guide for the 

achievement of equal emplpymeht opportunity 
for members of minority groups, women, andihe 
physically handicapped at Black Hawk College 

2. To cau^e the Black Hawk College academic corh- 
munity to view the Affirmative Action Plan forjhe 
improvemebt of employment opportunities foi^ 
members of minority groups, women, and the * 
physically handicapped as an asset to the educa- 
,tioap.urposes,of the Qollege 

3. to elevate such equal opportunity policies so that ^. 
they exist as part of the institutional personality of 

' the College in the community 
4r-Ta-developractloi^^oiuent5djneas ures which will 
broaden initial employment opportunities as well 
as upward mobility avenues for members of 
minority groups, women, and the physically han- 
dicapped . 
-^-^^ — 5:'rTo4ncteaseLawarfiaes.sj}oncenn^ m eaning ''* 

of equal opportunity on the part oTafl College pec- Vpr 
* sonnel * ^ 

6. To eliminate any practices which may have a cjis- 
f ' criminatory effect on the employment potential of 

menders of minority groups, women/ and the 
physically handicapped , - * - 

7. To audit all personnel actions to insure that no * 
decisions are made which might discriminate on 
the basis of race, religion, color, se)^, or national 

. origin or being physicaHy handicapped 
THE PLAN: ITS ADMINISTRATION AND 
IMPLEMENTATION 
Several actions were taken over the past several 
• years which led to the development of this docu- 
ment. At the Jgly, 1974 Board meetfng the College 
President sought authorization frpm the Board of 
Trustees to appoint a Task force on the Status oK 
Women and a Task Force on the Status of Minorities 
(Board Reports #1021 and 1029). The Board ap> . 
prdved the recommendations contained in these two •* 
Board Reports, and the College President appointed 
the mejnbership of the Task Forces. 




^ The activities of the Task Fo rces cutm inated in the 
presentation of a report tp the Board of Trustees en- 
titled, A Report of The President's Task Force, on 
Minorities and tliePresicieht's Ta1$f( Force on WQmen 
at the June. 1973 Board of Trustees meeting. The 
report asked the Board to consider adoption, of a 
policy on equa^. opportunity and to consider 
authorizing the employment of an Af f irmativfe Action 
Officer on a part-time basis. The Board adopted the 
ptolJcy statement,. and also authorized the^ appoint- 
ment of the Affirmative Action Officer. 

These efforts resulted in the formulatiori of the 
following specific Plan: 

A* THE PLAN FOR IMPROVEMENT OP 
EQUAL OPPORTUNITY IN EMPLOYMjENT 

^ • , <. ' 

1. The Board of Trustees will: 

\^ a. Review, make recommendations for 

necessary changes, and approve.thfe Plan 
-^Jiu^BBdo dicallv review the results of imple m^nta- 
■ tion of the Plan and make recprnmen^atroTfT* 
. for necessary changes ^ ^ ^ 

Z Tti^ College President will: 

a. Assume responsibility for the implementation 
^arrd-eftectiveroperation of-the Plan-^^ 

b. Provide leadership by exanlple ani^ by direc- 
tion in carrying jou^ the Plan , ^ 

C. Review periodically the results of implementa- 
tion of the ^lan and make recommendatipns 
» for aecbssary changes* ' " 
d. Delegate to the Affirmative Action Officer the 
necessary authority and responsibility for 
carrying outthespecificprovisionsof thePlan 
3. The Affirmative Action Officer wM: 
. a. Serve as the direct representative of the 
College President in carrying out the PIdin 
throughout th3 entire district 

b. ^ Becotne familiar . wlth^ the (HEW) Health. 
Education, and Welfare guidelines for higher 
Education 

c. Keep current on all executive orderis such as 
Executive Order,it246, and serve as a liaison 
between the national, state, and local offices 
dealing with equal opportunity, 

b. Monito^the records ofthe College with theap% 
provdf oV\the College President 
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e. Explain the Plan to all supportive services per- 
sonnel, fecultyrand th^B student goverrvnents 
f\ Develop workshops and awareness' sessions 
• for all supervisory personnel, feaulty, and stu- 
. dent representatives for the entire district * 
^ g. Insure that the intent, goals, and objectives of 

the.RJail.areLbeingxarded.put.*. , " — ' 

jgih.. Provide reports to the College President cofi- 

cerning the progress of the Plan ' 
7 i. Maintain'conta^t with other Affirmative Action 
Officers- in order to keep informed of what is 
transpiring on other campuses regatding Af- 
firmative Action ' * * 
* j. Participate in interviewsfocemploymentatthe 
discretion of the Affirirtative Action Officer 
k, Work closely with all Supervisory Personnel 
^ wbenjobdescriptions are written or altered to 
insure compliance with the College Plan 
K Serve as an ex-officio member of aU College 
. committees dealing^^with personnel matters 
4. Supervisory Personnel will: . • 

a. Set Affirmative Action goats and timetables for 
each department, sectjpn and/or unit in con- 
junction with the Affirmative Action Officer 

b. Contribute to the development, maintenance 
. and expansion of a list of schools educating 

. significant numbers of ^JTiindrity group 
t^i:Lr-nrietnbfi£5,^ta^collection -of;/6ference materials 
and a list of agencies concerned with the 
recruitment and employment of minority 
— group members ^ 

c. Be inv9lyed in the development and review of 
testing related to job placement 

d. Exemplify the spirit and intent of the Plan in' 
their dally activities Concerning employment; 
training, promotions and terminations. 

e. Attend workshops and seminars conducted by 
or.for the Affirmative Action Officer 

f. Provide the Affirmative" Action Officer with , 
reports on Affirmative Action efforts as re- 
quested 

^ g. Keep the Affirmative Action Officer informed 
^ of complaints received regarding jnembers of 
.minority groups or women, and offer 
suggestions for the attainment of equal oppor- 
tunity throughout the College 
h. Work <;losely with the Affirmative^ Action Of- 
' fleer when job descriptions are written or 



altered to insure compliance with the College 
^ Plan for Affirmative Action 
5. Faculty will- ^ ' 

a. Attend workshofas,5eminars and classes con- 
-ducted'by or for the Affirmative ActionOfficer 

b. Exemplify the spirit and the intent of the Plan 
in their recommendations for employment of 

. staff for theirdepartmehts ' » 

c. Encourage and help to prepare students who 
are members of minority groups and women 

• for employment opportunities commensurate 
with their abilities 

d. Create 3 climate jor eqiial opportunity in. their, 
r^iattpnshipswithstudents.staff and members 
ofjthe' community at large 

R Classified Staff will: -^^ " 

a. Attend workshops, seminars and pjasses con- 
ducted by or foj[jhe»Affirmative Action Officer 
bv Exemplify the sgirit and the intent pf the Plan 
tn their tecommendatioris for employment of 
staff for thair departments 
o. Create a climate for equal opportunity in their 
* relationships withstudents,statf and members 
"of the community at^large * 
yWStudents vyill: 

a. Designate^ representatives of the ' student 
governments to attend wo/kshops to become 
familiar with the. Affirmative Actiofi Plan 

b. Be expected to Bring to^the attention of the 
College incidents of employee conduct that 
dembristrate racist, sexist or' other bias 
detrimental to the attainnrrent bf the goals and 
objectives of the Plan, to report the use 'of 
materials which contain racist* sexist, or other 
biases and to offer suggestions for|the attain- 
ment 6f equal employment opportunity* 
throughout the College . ; 

c. Provide recruiting personnel with names of 
eligible members bf minority groupsj''women. 
and ptiysically handicapped wheri they have 
information concerning suet) individuals. 



1. Position Deicription for the Affirmative Ac^ 
lion Officer . ^ " ^ 

AjEPORTS TO: College President 
SUPEHViSESi crerk/typsit v 

, BASIC FUNCTION: . 
The Affirmative Action Officer implements the Af- 
firmative Action Plan through informing' the 
Coffeg6 community of the contents and purpose 
of |he PIdn, assisting the College administration^ 
in achieving the objectives of-thQ, Plan/^nd 
^ monitoring the progress towdrd achievement of 
4hese objectives, ' / ' 

MAJOR RESPONSIBILITieS! 

•1. Keeps informed of afll legal, ramifications of 
Executive Order 11246 as amendedrrelated 
' guidelines; and is fully cortversant with the 
piack.Haw> College. Affirmative Action Plan 
2! Assists department heads apd other super- 
visors in theestablishmentof Affirmative Ac- 
tion goals and objectives on equal.opportuni- 

3. Assists department he^ids and other super* 
visors in the recruitment of members of 
minority groups, women, andphysicallyhan; 
dicapped as staff members or as studenfs* 

4. Establishes and nfiaintains liaison w}4li 
^ national and local minbtity and women's 
' groups which include affirmative action 

among their concerns 

5. Initiates and organizes an efficient and 
regular system of monitoring all College per- 
sonnel actions in accordance wjth the Affir- 
ma{ive*Action Plan** 

6^ Establishes and maintains liaison with affir- 
mative action bfficerson othercampusesand 
with U.S. Department of Health, Education 
and Welfare personnel 
*7. Participates in theadjudicationo^f complaints 
in agcordance with procedures specifiedln 
the Affirmative Action Plan 

8.. In accordance with an Affirmative Action 
Purchasing Policy, monitors all subcontrac- 
tors, v^ndoi^, and suppliers tonpsure t^t 
adequate steps are being taken to incor- 
porate affirmative action compliance within 

- ,thelr own firm^, 
« 
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9. Prepares an ann ual report f octhe President of 
the College and .such reports as the U. S. 
Department of HeajthiEducationand Welfare 
or other governmental agencies may require 

' concerning affirmative action • ^ 

10. Initiates and coordiantes internal and exter- 
• nal communication pf information about the 
Affirmative Action Plan and equal' employ- 
ment opportunities,*using print and non-print 
media and formal and informal publication 

11. Directs orientation and training foR^sjjper- 
visory personnel and staff members to create 
a healthy climate for equal opportunity 

12. ^Promotes College participation in 

cpmmunity-wide equal employment oppor- 
tunity efforts, such as job fairs, seminars, and 
the like ' 

PRINCIPAL WORKING RELATIONSHIPS: 

^. Works closely with the College President in 
planning for efficient^ and successful im- 
plementation of tfie Affirmative Action Plan 

'2. Works closely with department heads and 
other supervisors in preparing employment 
goals and timetables for theU areas, in 
meeting those goals arn^ timetables, and in 
promoting a sensitivii^to*the needs of 
. ^minority groups and women throughqut.the 
*CoJlege staff. ^ ^ 

3. Works Closely with tl^b parapro'fessional peer 
counselors in disseminating information 

^about the Affirmative Action Plan as it relates 
to students and educational programs, andin 
keeping abreast of the needs of students who 
are membeVs of minqrity groups o^ women 

4. Works cfosely with the ombudsmen for 
members of minority groups and women in 
keeping aware of the needs'of their employee 
cbnstituejlts .* 

5. Works closely with the .College Information 
Officer in developing an informational cam- 
paign to' acquaint both the academic an.d the 
metropolitan comrnunity with the provisions 
of the Affirmative Action Plan 

DESIRABLE EXPERIENCE AND > 
EDUCATIONAL bACKGROUND: ^ 
1. Educational background or ex(>erience 
\^hich endows the individual with a strpng 



* i commitment to equal opportunity and 

provides preparatic/h for Affirmative Action 
^ 2. Well-developed sense of initiative 

* 3. Sens&of discretion and respect forcbnfiden- 

tiality of records 
4. Aggressive personality combined with sensp 
of diplomacy and tact 
2. Ettablithing Goais and Timetablft for Im* 
pltmentation of t^ie Plan for lmprovemtnt<)f 
Equal Opportunity in Empioymant ^ 
The Affirmative Action Officer witt.organize an 
. informational campaign* to acquaint department 
heads; supervisprs, and administrative personnel 
y who participate 4n the>ocruitment and hiring 
process with the Gonterfls of Execulive Order 
— -11246 and Affirmative Action cpncepts. The ob- 
ject oUhis canipdign will be thi creation of a 
Rositite atmosphere in which the- Officer can 
/t meet Individually with<lepartmentlShairmen and 
supervfsors to establish employment ^pals and 
timetal)les for their area. * ♦ V. 

hi separate conferences the Officer and supiar- 
vis?)K^ill compare \\\e uhifs performattce irf 
provid\ig for e'qual opportunity with the 
availability of skilled potential applicants. 
Employee turnoverand unitst^ff^ng needswiljbe 
' analyzed, Hiring goals, timetables for.achieving 
them» and recruiting methods will be mutually 
agreeduponbythpAffirrfiativeActionOfficerand 
College supervisory, personnel and made a part of ' 
this Affirmative Action Plan. \ y 

There are constraints which make goal setting 
a difficult task. The f irsVconstrSinfis that the rate 
of enrollment growth of Black Hawk College is 
leveling bffe as.jndeed-it is throughout higher 
education. This means, of course, that'signjflcant^ 
expansion of the College workforcJfe is not UKely to 
^ continue for any employei^" group. 

The second 'constraint is that the College is 
— xeacjhing^statg of tenure saturation in the faculty 
ranks.' This makes is less likely that faculty tur- 
. nover will take place,, with, the result that fevven 
position vacancies will be available to'be filled. 

The. cooperation of all members of the 
academic community Will be necessary if the 
College objectives are to be:met. Successpf Affir- 
mative Action rests essentially.on the recognltfon 
thatjntent must be matched by effort. 



3. EnforMrtitfit Powtr of^th* Affirmative Ac* 

_L-tloaJOIflc0r ^ 

• In. order to effectively enforce the Affir- 
mative Action Plaa. tt]e Affirmative Action Of- 
. ficer is assigned the following specific en- 
fofcertjent powers: " , ' • 

1. The Officer shall, with the approval of t'he 
College President, have access to all per-' 
sonhel documents of the College/ 

2. The Officer shall have access to any per- 
sonnel proceedings •'undertaken by the 
College; the Officer^shall serve as an ex- 
officio, non-vbtihg merpber of all pertinent 
comrtjitl^es^dealing with personnel matters 
such as promotion, tenure, ahd sabbatical 
leave, etc. * . ' • 

3. the Officer may caKupon department heads 
and other supervisors to make periodic 

^ \ reports on Affirmative Action efforts at such 
times and in such fornn as directed. 
. 4. The Officermayre'quirea delay in the filling, 
of specific position vacancies untij memt)ers 
of minority groups, women, or physically 
handicapped have been interviewed; such 
power is to^ be used'v^ith disoretiori and in 
pon^^iiltation with the GpMege J'resident^in 

V relation "to, ^ep^irtments or unit^ where a 

V repetitive pattern of noncompliance with es- 
tab lished ^f f ijrnaJUyeuAction goals Isevtdertt? 

_ It is recognized that th6 Affirmative Action Off icer 
cannot simultaneously be a member of all minority 
groups. Often,, however,' in the daily pursuit of the 
duties 6f the Officer, and eSpegally-ln theadjy(;|ica^ 
tion:of complaints, it is tmportaht that an advocVte 
\^ho is representative of the'af fected minority group. 
t)e available to assist the Officer. . » 

Accordingly^ the President shall appoint from the 
ranks of th;e Coliege.emplpyees an ombudsrpan for 
women and for eacjj minority^^rpupand from ^monp. 
the physicallyj^tandicapped represefited at the 
College. Jhese persons shall not be burdened with 
any of the job>espQnsibilities assigned tojhe Affir- 
,mative* Action Qfflcer Iheir f unction will betoacta*s 
listening posts and advisorsi they shall, however, be 
fully conversant with the ATfirmative Action Plan and 
be able to interpret it tb their qonsituents^. 



C, EVALUATION OF EQUAL OPPORTUNITY 
EFFORTS OF SUPERVISORY PERSONNEL 

Department heads and supervisors have a respon- 
sibility to work with the Affirmative Action Officer in / 
establishing and achieving goals and timetables set 
for their a/eas. They also have a responsibility to 
.keep the Officer informed of complaints concerning 
equal opportunity. Achievement.orfailure to achieve 
Affirmative Action goals and timetables will be con- 
sidered as an important element in the evaluation of 
supervisory personnel. Failure in the area of Afflr-* 

* mative Action will be regarded «as partial failure in 
rneeting delegated job responsibilities and giay be a 

i$^for-not.gratitingjpi{s5S,„prqmj)tjpjis, (^^ 
rewards Qf. enipldyment. ' . 

D. ADVISORY COMMITTEE ON IMPROVE- 
MENT OF EQUAL OPPORTUNITIES FOI} 
MEMBERS OF MINORITY GROUPS, WOMEN, 
AND PHYSICALLY HANDICAPPED 

The members of the two Task Forces expressed 
the need to extend. It has beeri detei^mined to es- 
tablish an Advisory Committee on Imerovementof 
Equal Opportunities for Memb^rs^ Minority 
Groups^oment-^dLpbysicaUy h andica pped to 
assist the College in implementing, rnoiaitoring and 
improving its Affirmative Action Plan. Ihitial Task 
Force members will be asked to serve arvadditlo.nal 
term as members of the Advisory Committee. Subse- 
quently, as initial comrtiittee members yield t|ieir 
positions/others will be appointed ' '^'^ 

An ad hoc committee of six members from Ihe Ad- 
visory Corhmittee shall be appointed by<the Chair- 
man to participate in the selection of the Affirmative 
Action Officer.ln likemannertheadhopcommittea 
will'be asked toassist in an annual review of the per- 

* folrmance of the Affirmative Action Officer. Jhe 
recommendations of the aO hoc committee shall be 
considered in both the mitial appointment arid in the 
renewal appointment of the Offiter by.the Board of 

' TrusfSeS'k^ .-^ 

E;PROCEDURE$ GOVERNING 
COMPLAINTS OF EMPLOYEES 

:Beca,use of the subtlety of the* practices which 
tend to limit the job advancement t>f wdmen and 
members of the nr^inority groups, and because dis- 

crimination is not alwaysconsciousor overt, the Af- 

'1 • . 



'firmative Action Officer may act in an advisory 
capacityjn any job-related complaint which involves 
a woman, a physically handicapped person, bf a 
member of a minority group. This advisory function 
of the Affirm afiye Action Officer will operate even in 
cases where discriminatrbn does not appear to be 
the basis of the employee complaint. 
- )n the case of faculty members, specific 
procedures already exist for review of decisions 
relating to persons denied tenure, promotion, or 
sabbaticaljeave. Such procedures are outlined in 
the faculty handbook. These procedures will con* 
tinue to operate, and the Affirmative Action Officer 
will monitor any cases which involve empJoyeesyvho 
are women, a physically handicapped person, or 
members of minority groups. The Officer can effec- 
tively fulfill this obligation because of the specific 
powers of J his,' office which include ex-officio- 
membersliip on the committees which grant tenure, 
promotion, arid sabbatical leave. 

tn all^^ther instances, for faculty members and 
classified employees alike, there isno written policy, 
the unA^ritten custom has been that the employee 
brings his complaint fir^t- to the attention of his 
supervisor or department head. If the Issue is not 
esolved-at-this-;levelr4ha-employee may-appeal-tp 
(he next supervisory levqi. 

> It is expected that the Dollege will take appropriate 
steps to formalize the informal system now being 

' used. The College may wish to provide for such ad- 
ditions as peer juries, v^ritten complaints beyond 
Level one, and a time [imit for adjudication. 

Until such 'time as a general structure is for? 
mulated by the College, however, it shall be the 
responsibility of supervisors and department heads 
to notify the Affirmative Action Officer wheneverthe 
adjudication of a complaint is unden^ay involving an 
em ployee who is awoman jor ^ member of a minority 
group. While responsibility is ^ilaced of) the depart- 
ment head or supervisor, employees themselves are 
advised to notify the Affirmative Action Off icer or ap- 
prQpriate ombudsman so that monitoring of the act- 
^pon and advising of the parties can begin. In all 
cases, it is desirable that the Officer be a participant 
while proceedihgs are active, rather than that he be 
notified after proceedings are concluded. 

frothing in institutional appeal procedures 



prevents an employee from taking legal recourse 
where he feels a state or Federal law has bisen 
violated, the Affirmative Actibn Officer shall not 
participate in Federal or state agency proceedings 
or lawsuit's except as authorized by the College. 

PURCHASING POLICY 

Federally mandated Affirmative Action programs 
are designed to have a ripple effect-through which a 
primary contractor of the Federal government 
(Black Hawk College) wilt encourage equal oppor- 
tunity effort in those firms and institutions with 
which it does business. Black Hawk College will 
function ^as a catalyst in -the local community by 
patronizing those firms who demonstrate a commit- 
ment to equal employment opportunity in their owrl 

-enterprises^-- — — * . — 

. The following provisions shall be incorporated in 
every purchase order, contract or subcontract ex- 
ecuted by glack Hayvk College unless exempted by 
provisioris of the United States Secretary of Labor, 
as specified in section 204 of the Execuitive Order 
11246 as amended: 

During ;th^e' performance of any purchase brder, 
-^ontract-orsubcontractrBnteredihto^jy^ 
College,. theseller/contractor agrees. as follows: 
1_The^^con!r«ctor_„wiU_aatjli'jpJL in ate 
against any employee applicant for employ- 
ment because of race* color, religion, sex, or 
national origin. The contractor will takeAffir- 
mativ^Action to ensure that applicants ltr,e 
employed, and that employees are treated 
dyring employment without regard to their 
' racgvColpr, religion. Sex, or national origin. 
Suc^^ction shall include, but not tse limited 
to theVfollowing^employrnertt, upgrading, 
demotion, or transfer; recruitment or recruit- 
ment advertising; layoff or termination; rates 
. oj pay or other fprms of compensation; antl 
. selection for training, including appren- 
ticeship. The contractor agrees to post in 
conspicuous places, avaitable to Employees 
and applicants foremployment. notices to be 
provided by the contracting officer setting 
forth the provision of this nondiscrimination 
clause. 



2. The contractor will, in' all solicitations or 
. advertisements for employees placed by or 
' on behalf of the contractor, state that all 

qualified applicants will receive considera- 
tion for employment without rega rd to race, 
color; religion, sex, or national origin. 

3. The contractor vyill send to each labor union 
or representative of workers with which he 

' has ,a collective bargaining •agreement or 
other contract or understanding, a notice, to 
be provided by the agency contracting of- 
ficer, advising the labor union or worker's 
representative of the contractor's com- 
mitments under section 202 of the Executive 
Order 1124.6 of September 24, 1965, and shall 
post copies of the notice in conspicuous 
places.available to employees and applicants 
for employment. ^ 

4. The*contracto(^will comply with all provisions 
of Executive Order 112^6 of September 24, 
1965, and of the rules, regulations, and rele- 
vant^prders of the Secretary of Labor. 

5. The contractor will furnish all information 
and reports required by Executive Order 
11246 of September 24, 1965, and by "the 
rules^ regulations, and .orders of, the 

^pursuant thereto, and 
will permit access to his books, records, and 
accounts >y the c ontra cting agency and the 
^' Secretary of Labor for purposes of investiga- 
tion to ascertain compliance with such rules, 
regulations; and orders. 

6. Irt the event of* the contractor's non- 
compliance with the nondiscrimination 
clauses of ^his contract or with any of such 
rules. regulatior>s, or orders, this contract 
may be canceH5Sd. terminated, or suspended 
tn whole or in part and the contractor may be 
declared inejigible for further Government 
contracts 'in accordance with procedures 
authorized in Executive Order 11246 of 
September 24, 1965, and such other sanc- 
tions may be imposed and remedies invoked 
as provided in Executive Order 11246 of 
September 24, 1965, or by rule, regulation, or 
order of the Secretary of Labor, or as 
otherwise provided by lavv. v 
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7. The contractor wiirinclude the provisions of 
Paragraphs (1) through (7) In every subcon- 
tract or purchase order unless exempted by 
rules, regulations, or orders of !he -Secretary, 
of Labor issued pursuant to section 204 of Ex- 
ecutive Order 11246 of SeVtember 24. 1965, 
~ so that such provisions will be binding upon 
each subcontractor or verjdor. The^contrac- 
tor will take such action with respect to any 
subcontract or purchase order as the con- 
tracting agency may direct as a means of enr 
forcing such provisions including sanctions 
for noncompliance: Provided, however, that 
in the event the contractor becomes involved 
in. or is threatened with, litigation with a sub- 
contractor or vendor as a result of such direc- 
tion by' th0 contracting agency, the contrac- 
tor may request the United States to enter 
into such litigation to protect the interests of 
the United States. 

PART TWO 

STAFF ORIENTATION AND 
TRAINING 

:^;;;^ftording equal opportunity in em ploy mentis but-- 
onef step in truly affording equal oppoVtunities to 
members of minority groups, women and tfie 
physically handicapped. \ 

Historically such individuals have bieen dis- 
criminated against, not necessarily because ot pre- 
judice, but often due to lack ofiknoyvledge or ig-. 
norance, in short, because of insensitivity to other . 
persons*. feelings. ^ >j 

It is the intend of the Staff Orientation and Training 
plari. which is now being developed, to provide 
members of the faculty and supportive ^Jservicfes 
staffs, with periodic workshops and orientation 
sessions to make^'them more aware of the steps - 
which must be taken, the attitudes of mind which 
must be corrected, and the special n6eds of mi nority 
groups, women and the physically handicapped, 
which Black Hawk 1?ollege intends to meet to^the 
best of its ability. 

It is felt by adding this section fo the Affirmative 
Actiori Plan that equal opportunitys will become^ 
reality rather than an ideolpgy. 



. PART THREE ; 

EDUCATION AND SERVICES 
TO STUDENTS 

The plan wilf permit ^he college to examine and 
evaluate course offerings, text^ok content, and 
"mejtbpd of delivery to assure thaltjnconscious pre- 
judices are Qot present, Services \o students must be 
continually examined to assure that services are be- 
ing provided to meet the needs of the student. Ser- 
vices, in the plan, will be defined as all ou^-of-class 
interactions that take place between the student and 
the College - . 

To bi-in'glhe Affirmative Action Rfen full circle, we 
must reeiph beyond the walls of the CoJIege. Just ap- 
proaching the problem of equal opportunities within 
the limited confines of this institution will never help 
in af^rding equal opportunities to members of 
minority groups, women, or the physically han- 
^icapj)ed; . ' - , 

An aggressive plan must be put into action to 
make all the residents of the collelge district, and 
beyond, aware and sensitive to the needs of minority 
groups, women and the physically handicapped* 

The plan will also contain steps formonitoring the 
ways In which various media ?till overlook, or are in- 
sensitive to. the needsand feelings of these persons, 
and to take corrective actibn. 

The planVill' also outline curriculums and/or 
courses which can be brought before residents of 
the college district.and others to help in overcoming 
prejudices*. 
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